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Human Resource Selection Practices 
A review of the last 100 years of literature on the recruiting and selection interviewing 
practices of organizations has yielded a number of important themes. The structure, 
reliability, validity and predictive power of the interview has been investigated, analyzed 
and examined by countless researchers. Through all of this, the interview has remained 
the most popular and most frequently utilized tool in recruiting and selection activities 
(Posthuma et al., 2002). 
The majority of this research has been specific to large organizations (Storey, 1992 cited 
in Wagar, 1998 & Heneman & Berkley, 1999). For small businesses, the processes 
involved in recruiting, selection-interviewing and associated interviewer-questioning are 
under-studied. This raises critical issues in light of the research suggesting small business 
experience greater difficulties in recruitment and selection (Bartram et al., 1995). This 
chapter will briefly examine the literature pertaining to recruiting practices and follow 
with a more comprehensive examination of literature in relation to selection interviewing. 
In particular, its association with interviewer questioning, specifically in the area of small 
businesses will be explored. 
A number of studies, with a large business focus have explored the strengths and 
weaknesses of various recruiting practices and the employment interview as a selection 
device, comparing structured interviewing with unstructured approaches (Storey, 1992 
cited in Wagar, 1998; Heneman & Berkley, 1999). Recent research has begun to 
recognize the critical importance of interviewer-questioning strategies in influencing the 
outcome of the interview and raise concerns for fairness and equal employment 
opportunity (Hough & Oswald, 2000; Robertson & Smith, 2001). These studies highlight 
the need for research to be conducted in the area of small business. 
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A model emphasising fairness in the recruiting and selection interviewing process 
Sources of recruitment 
Internal & Ex.temal 
1 
I Recruitment Activities r 
Unfair Interviewing Practices 
I Recruitment 
Pool of potentially 
qualified applicants 
I Legal considerations 
-Jaws, guidelines 
-courts, decisions 
Interviewer beliefs, 
attitudes, stereotypes 
or expectations about 
the applicant pre-
·interview 
• Unstructured & unplanned, 
inconsistent 
• Irrelevant & biased 
questioning 
Selection 
Interviewing 
Structured (fair) • Questioning consistency 
I 
I • Structured 
l----------1 • Job Relevant questioning 
versus 
un-structured (unfair) 
• Systematic scoring 
• No fonnal scoring system 
• No interviewer training 
Unfair Interviewer Questioning 
• Unstructured & inconsistent 
• Non job relevant questioning 
• Stereotyping applicants and 
allowing personal bias to I Equal Employment Opportunity Act 1984 influence interview questions 
• Allowing questions to be L-----,.----------------,.----
influencerl by non verbal 
behaviour of applicants 
• Allowing one or two good or 
bad characteristics of an 
applicant to influence the 
nature of questioning and 
final evaluation (halo effect) I Legal implications 
• Making an evaluation of the 
applicant within the first few 
minutes (first impressions) 
• Unplanned, informal, ad-lib 
questioning of applicants 
• Multiple interviewers 
• Interviewer training 
Fair Interviewer Questioning 
• Questions based on a job 
analysis 
• Consistent & structured 
• Limit prompting, follow up 
questioning & elaboration 
• Using varied questioning 
styles ie., behavioural, 
situational etc. 
• Control the influence of 
ancillary information when 
questioning 
• Leave candidate questions till 
the end · 
• A scoring system to rate 
responses to questions 
• Extensive interviewer training 
in interview content, structure 
and questioning 
Potentia[ for Discrimination 
EEO Complaint w unfair 
No Discrimination 
Equal Employment- fair 
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I particular roles in society and to establish and maintain certain outward appearances. This process that forces an organization to play a particular role in society and to resemble other organizations that face the same set of environmental conditions is known as 
Isomorphism (Hawley, 1968 cited in Powell & DiMaggio, 1991). In this study, society 
places pressure on organizations, in the form of the West Australian Equal Opportunity 
Act, 1984, to conduct interviews fairly and in a non-discriminatory manner (Sc.ott, 1995; 
Hatch, 1997). According to Hatch (1997, p.85) organizations whose environment 
questions their right to survive, could be driven out of business. This study has examined 
the effect the effect of the West Australian Equal Opportunity Act, 1984 on the way small 
businesses approach the recruitment and selection interviewing process. 
During the past three decades, several theoretical perspectives have evolved that focus 
attention to organizations. These include contingency theory, resource dependency and 
population ecology theory. These approaches have emphasised that organizations are 
open systems, affected by and affecting the environment in which they operate (Scott, 
1995; Morgan, 1997). However, only institutional theory highlights the impo'rtance of the 
wider social and cultural environment and the values, norms, rules and beliefs that are 
imposed on organizations by society (Scott, 1995). There are three mechanisms through 
which institutional isomorphic change occurs and each of these will be discussed in the 
section to follow. 
When an organization becomes "institutionalised" 
Powell & DiMaggio (1991), Scott (1995) and Tolbert & Zucker (1996) are three 
researchers who have studied "institutions" and distinguished between the different 
isomorphic institutional pressures placed on organizations, large and small, by the 
external environment and by internal forces. These consist of coercive isomorphism, 
mimetic isomorphism and normative isomorphism (Powell & DiMaggio, ·1991; Scott, 
1995). 
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Quantitative versus Qualitative Research Approach 
Quantitative and qualitative approaches to research design have evolved from two 
opposing epistemological viewpoints. Epistemology is "concerned with the study of 
knowledge and what we accept as being valid knowledge'' (Hussey & Hussey, 1997, 
p.49). They argue that this involves an examination of the relationship between the 
researcher and that, which is being researched. A positivist approach examines only 
phenomena, which are observable and measurable, and can be validly and reliably 
regarded as knowledge. These researchers try to maintain an independent, experimental 
and objective position. On the other harid, phenomenologists attempt to minimize the 
distance between themselves and that, which is being researched. These researchers argue 
the importance of maintaining a subjective, contextual, interpretative and personal 
viewpoint. They examine and reflect on perceptions in order to gain an in-depth 
understanding of social and human activities (Hussey & Hussey, 1997, p.49). The 
contrast between the two approaches has been captured by Smith (1983, p.IO cited in 
Hussey & Hussey, 1997, p.49) who states, "In quantitative research, facts act to constrain 
our beliefs; while in interpretative research, beliefs determine what should count as 
facts.". These approaches represent two different perspectives and two different 'grounds 
of knowledge about the social world' (Remenyi et.al., 1998, p.103). For example, 
Morgan & Smircich (1980) use the terms 'objective and subjective viewpoints' or Evered 
& Louis (1981) use the terms 'inside and outside inquiry' in their re:searCh studies to 
explain the opposing perspectives. Therefore, the choice of research methodology 
depends entirely on which epistemologic<il stance the researcher wishes to take (Burrell 
& Morgan, 1979; Morgan & Smircich, 1980; Ea<o:terby-Smith et.al., 1994 cited in 
Remenyi et.al., 1998, p.l 03). 
Silverman (1993) developed the table below to describe the differences between 
quantitative and qualitative methodologies: 
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Eisenhardt (1989) suggests a case study methodology is valuable when a "researcher 
must formulate frameworks or theory in the infant stages of research on a topic". Bonoma 
(1985) supports this viewpoint and goes further to suggest that cases are most appropriate 
when researcher's interests or the requirements of the phenomenon under study impose 
theory building rather than theory testing. Several researchers support the case study 
methodology and suggest that it is particularly well suited to new areas of research or 
research where existing theory is limited, as in the present study (Bonoma, 1985; 
Eisenhardt, 1989). It is also most suitable to situations where the behaviour or event etc. 
under investigation should not be examined outside the context in which it naturally 
occurs. The direction of this study reflects these issues. The absence of a thorough 
literature framework exploring the interview questioning practices of owner / managers 
in small real estate agencies in the Real Estate Industry in Western Australia and the 
further implications for compliance with the West Australian Equal Opportunity Act, 
1984 is the reason for conducting this study. The aim is to build upon the limited 
knowledge on the topic. Therefore, case study methodology is justified as the most 
suitable research strategy for this study. 
The Advantages versus the Disadvantages of Case Study Research 
Advantages 
The advantages of employing case study methodology are numerous. Employing a 
qualitative methodology in case study research "facilitates in-depth investigations under 
naturalistic conditions, allowing the phenomenon being studied to retain the 
characteristics of real-life events" (Yin, 1994). Furthermore, quantitative inquiry may be 
utilized in order to allow comparisons with a wider population. When both approaches 
are used in conjunction, they may assist to "overcome the natural deficiencies of each" 
(Evered & Louis, 1981, p.393). Eisenhardt (1989, p.538) further argues that "quantitative 
evidence can keep researchers from being carried away by vivid, false impressions in 
qualitative data, and it can bolster findings when it corroborates those findings from 
qualitative evidence". Silverman (1985, p.140) offers a similar viewpoint by suggesting 
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Yin (1989) argues_ "multiple sources of evidence and data collection methods may be 
utilized to increase the construct validity of a study". Bonoma (1985) who also suggests 
that it "ensures case study findings are more convincing, accurate, valid and 
generalizable" supports this viewpoint. BeCause of the inductive and descriptive nature of 
qualitative research and its importance to this study, it is deemed in-depth personal 
interviews will provide a clearer perspective as to the knowledge and perceptions of 
owner I managers and how they view the research topic. Each interview was tape-
recorded and data was collected over the period of two weeks. The duration of each 
interview was approximately forty-five minutes to one hour, as Robson (1993) argues, 
"anything less than thirty minutes will be unlikely to yield rich, valuable data". 
The same female interviewer conducted each interview. This assisted to "control 
variability of interviewer effects" (Burnett & Motowildo, 1995, p.7). The interview 
sessions were tape recorded to assist with later data analysis (May, 1997, p.14). Each 
interview commenced with informal greetings, as the primary purpose was to establish a 
sense of trust and rapport. Each respondent was informed about the purpose, aim and 
significance of the study, and they were 'assured anonymity and confidentiality. It was 
made very clear to them that they could choose not to answer questions and to stop the 
interview at any stage during the session, if they so wished. Any fears the respondent 
held about their participation in the study were discussed during the interview. They were 
also given the opportunity to ask questions at the conclusion and to voice any concern. It 
was also agreed upon, that a summary of the findings of this study would be given to 
them after its completion. This informal introduction and discussion led into the semi-
structured interview. 
The interviews in this study took the form of semi-structured interviews that included 
open and closed ended questions. According to May ( 1997) the 11personal interview is 
commonly used to yield rich insights into people's experiences, aspirations, 8.ttitudes and 
feelings" (May, 1997). 
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Question 1 (a) 
Are there any particular formal guidelines that you follow during the recruitment 
process? 
A total of ninety-five (19/20) of respondents indicated they did not follow any particular 
formalised guidelines during the recruitment process. However, most respondents 
qualified this by saying they set their own personal standards and guidelines in terms of 
what type of person they wanted, gender, age, level of maturity, personal and social 
lifestyle, family responsibilities, personal presentation and physical appearance, personal 
qualities, characteristics and attitude. 
The most common pattern of responses, across both franchise and independent firms, was 
the recruitment process adopted a very informal, flexible and unplanned approach. It was 
based largely on first impressions, gut feelings and whether the applicant would 'fit in'. 
The following comments are a sample of responses to this question. 
Figure 2.0 
"Nothing is formal or written that we follow" (R7 - independent) 
"There are certain prejudices in relation to gender and ethnicity. I don't 
have any firm written policy or guideline that I follow when recruiting" 
(Rl4 - franchise). 
"What I am looking for is someone that I will get on with well" (RI 7 -
franchise). 
" We don't follow any workplace relations laws or guidelines" (R5 -
independent). 
No pattern, distinction or difference in respondents' comments could be made on the 
basis of male and female owner / managers and franchise / independent operations. Only 
one respondent (R2 - independent firm) recognised that there was a certain protocol that 
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Findings - Section Four: The interview 
Question 1 
Can you explain what steps and processes you go through when interviewing a 
candidate? 
A total of forty percent (8/20) of those interviewed responded to this question. For the 
purposes of this question, and for ease of analysis, the interview has been classified into 
two styles or formats - structured and unstructured. This classification is consistent with 
the literature review. The comments provided by each respondent gave greater insight 
into the extent that formalised procedures were in place during the interview process. 
Their approach was summarised as follows: 
Table 7.0 - interview style 
Style Respondents O/o 
1. Unstructured 5 independent & 2 franchise 35% 
2. Structured 1 independent 5% 
The responses reinforced the findings that emerged from the previous questions that the 
majority of interviews conducted by small business employers are informal in content, 
structure and questioning. For example, one respondent stated he conducted a structured 
interview but later revealed he wasn't really sure what a structured interview entailed. 
The respondents (35%) who stated they conducted an unstructured interview also 
qualified this by saying that it was more of an informal chat and a chance to· get to know 
the applicant personally. Again, the importance of personal qualities, personality, 
attitude, first impressions and gut feelings was emphasised. The following comments 
show this: 
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l 
They said they would certainly examine those who had been unemployed more closely, 
and would be skeptical of why. The comments of a few respondents, who stated they 
would employ the person regardless, highlighted criteria that were un-related to the 
ability of the applicant to perform the job. A summary of their comments is provided in 
the table below. For a more detailed outline of the comments made in response to this 
question, see appendix 2.0, Data Display Matrix - Summary of Comments: the interview 
(Page 209). 
Figure 18.0 
"To be honest, I would prefer to take on somebody who had been recently 
employed to somebody who hadn't" (R6 - independent). 
"By human nature I would always wonder why someone hadn't been 
employed and I would therefore look a lot more critically at them" (RIO -
franchise). 
"To be honest, I am very sceptical of someone who has been unemployed 
for a period" (RI4 -franchise). 
"Providing that their grooming, personal articulation, presentation, 
appearance and those sorts of things are up to scratch, then we would 
employ them" (RI 7 - franchise). 
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Figure 24.0 
"The job entails this and this. How would you deal with these issues" (Rl 
-independent) 
"I would give them an example of a situation and ask how they woUld 
respond to it, kind of like a role play situation" (Rl2- independent) 
"I might give them an example of a problem and ask them how they 
might solve it" (R8- independent) 
"I would ask a question about how they dealt with working under 
pressure and give a specific example - kind of like a role play" (R17 -
franchise) 
The findings showed no major differences in responses from independent and franchise 
firms. For a more detailed outline of the comments made in response to this question, see 
appendix 2.0, Data Display Matrix - Summary of Comments: interviewer questioning 
(Page 212). 
Question 4 (b) 
Can you give me an example of how you might phrase a question to assess applicant's 
personal characteristics (behavioural based question)? 
A total of ninety percent (18/20) of respondents interviewed commented on this question. 
Their responses. have been grouped and summarized below for comparison. 
120 
Table 12.0- hQw to phrase a question to assess personml cbaracteristit:s 
I(%) F(&) Total(%) 
-·. 
I. There is no direct question to assess this. PerSonal charac(1~1istics 20% 15% 35% 
are assessed through an informal I ad-lib discussion where you get 
the applicant to openly reveal personal details about themselves ie. 
Family, personality, social lifestyle etc. 
2. Personal characteristics would be judged by physical/ personal 25% - 25% 
appearance, first impressions, gut feelings and instincts. 
3. Personal characteristics would be assessed by running through 5% 15% 20% 
the "personal characteristics section" in their resume and examining 
their strengths and weaknesses from this. 
4. The question would depend on the position and the applicant. 5% 5% 
5. This would be assessed by asking them to rate themselves on 5% 5% 
various personal characteristics such as communication skills. 
The iindings show the most favored approach (35%) to questioning an applicant on their 
'personal characteristics or qualities' in the selection Interview is via an informal, ad-lib 
conversation. The interviewer will encourage the applicant to reveal 'personal details' 
about themselves, without having to ask a direct question. 
As the interview progressed, it was noted that the respondents placed greater emphasis on 
assessing appearance, personality, personal character and qualities, family and social life, 
sporting interests, travel plans, personal aspirations, strengths and weaknesses. and 
relationships.· 
Table 12.0 again confinned the infonnal, unplanned and ad-lib approach to questioning 
in the selection ·interview by both independent and franchise finns. The comments below 
show this: 
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Table 13.0- how to phrase a question to assess ability to work under pressure 
I(%) F(%) Total(%) 
~~ We look at their past experience, previous jobs, roles and 10% 10% 20% 
responsibilities, volume and hours of work etc- which is usually 
on their resume and question them on this. 
2. Its not something that can be assessed in the interview. It can 15% 5% 20% 
be only be judged whe'n you see them performing on the job (so 
you have to take a risk) 
3. There is no direct question to assess this in the interview 5% 10% 15% 
4. We would describe a pressure situation and see how they 10% 
-
10% 
respond (like a role play situation) 
5. We try and assess their ability to work under pressure through 5% 5% 10% 
reference checking 
6. Its assessed entirely using personal judgement I gut instincts 5% - 5% 
7. This is not something that we try and assess in the interview - 5% - 5% 
it is an expected requirement of all our employees 
8. We examine their capacity to work long hours, rather than their 5% - 5% 
ability to work under pressure 
The findings showed the responses are quite scattered for both independent and franchise 
firms. The most popular responses can be seen in Figure 26.0 below. For a more detailed 
outline of the comments made in response to this question, see appendix 2.0, Data 
Display Matrix- Summary of Comments: interviewer questioning (Page 212). 
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As the findings show, a combination of approach (b) and (c) is the most popular approach 
adopted by independent and franchise firms. This finding is very similar to the findings in 
previous questions examining the approach to the selection interview and questioning in 
particular. 
A more detailed examination of responses showed that the majority of owner / managers 
(70%) approached the selection interview with a broad checklist of topics, coupled with 
the applicants resume. The majority of respondents emphasized that this· checklist of 
topics was not necessarily written and was quite informal. It was also emphasized that the 
selection interview was approached in a very 'casual, flexible and informal manner'. The 
following is a selection of comments that highlights this approach: 
Figure 27.0 
"A combination of two and three. Probably leaning slightly more towards 
3. We do have a broad idea of some topics but we are more concentrated 
on working through their CV and making up suitable questions as we go" 
(R8 - independent ). 
"A combination of 2 and 3. But we don't go into the interview with a list 
sitting in front of us" (R 17- franchise). 
"A combination of 2 and 3. We have things in our mind and we will go 
through their CV and address certain things" (Rl 1 - franchise). 
Therefore, a combination of (b) and ( c) is the most popular approach to questioning in the 
selection interview by both independent and franchise firms. For a more detailed outline 
of the comments made in response to this question, see appendix 2.0, Data Display 
Matrix - Summary of Comments: interviewer questioning (Page 212). 
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Only one respondent (5%) recognized that this question might be 'unsuitable' for 
discriminatory reasons. However, this respondent further stated he would definitely get it 
out of the applicant, at some stage during the interview, indirectly. For a more detailed 
outline of the comments made in response to this question, see appendix 2.0, Data 
Display Matrix - Summary of Comments: interviewer questioning (Page 212). 
e. How old are you? 
A total of twenty respondents (100%) interviewed answered this question. The majority 
of respondents - ninety percent (18/20) stated that it was 'suitable' to question a 
candidate on how old they are. Their comments are grouped and summarized in Table 
16.0 below: 
Table 16.0 - how old are you? 
Response Respondents O/o 
1. The answer to this question is very important to 4 independent & 30% 
know but we would not ask it directly in the 2 franchise 
interview. We would find out about a candidates age 
through their work experience or work history 
2. The answer to this question is very important and 4 independent 20% 
as an employer, we are entitled to know the answer. 
3. It is important to know the age of an applicant 3 independent 15% 
from a pay perspective. 
4. It is important to find out the age of a candidate 2 independent & 15% 
because age influences their ability to "fit in". 1 franchise 
5. This question is suitable but the answer would 2 franchise 10% 
have no influence on our final decision. 
A sample of their comments is provided in Figure 33.0 below. 
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j. Would you be comfortable supervising men (if the applicant was a woman)? 
Any question that is asked of one sex and not the other puts the onus on the interviewer 
to prove they are not discriminating. To ask if the applicant is simply ·~comfortable 
supervising" would be· a more appropriately phrased question and would not place the 
interviewer in danger of breaching the West Australian Equal Opportunity Act, 1984 
(Maddux, 1994, p.72). A total of fifty percent (10/20) of respondents statad that this 
question was suitable to ask a woman and as such, would have breached the West 
Australian Equal Opportunity Act, 1984. 
k Doyouownacar? 
All questions, including this one, ·that are related to personal habits, finances and politics 
are wUustifiable invasions of personal privacy unless owning a car was an inherent 
requirement of satisfactorily perfonning the job. Asking this question and allowing the 
response to influence whether or not an offer of employment was made, would represent 
a breach of the West Australian Equal Opportunity Act, 1984 (Maddux, 1994, p.72). The 
majority of respondents (18/20) stated that this question was suitable,. but further 
revealed that having a current drivers license was a critical part of the job, particularly for 
a professional staff ~ember in the Real Estate Industry. Therefore, if owning a car and 
having a current drivers license were an inherent requirement of performin~ the job 
effectively, then these respondents would not have breached equal employment 
opportunity requirements. 
I. Do you suffir any disabilities or health problems? 
Pre-employment questions about health problems or illnesses may not be asked because 
they may reveal the existence of a disability, which could unfairly prejudice the offer of 
employment (Maddux, 1994, p.72). The majority of respondents (12/20) stated that this 
question was suitable and, as such, would have breach the West Australian Equal 
Opportunity Act, 1984. 
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Question 2 During the recruitment process, what kind of information do you provide to interested applicants9 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
What the role was, what t e responsi 1 1t1es are, ours A written description of the job, some information about the company (R2) . We would give them a run down about the organization and then explain the type of work (R3). 
Nothing really. We certainly don't provide anything written like a job description or anything that sophisticated (R4 ). We do approach the agency with certain personal qualities in mind like we would prefer someone 
within a particular age group (RS). 
We really go through everything about the company. It's a very informal, relaxed process (R6) . 
We would generally outline the type of work that we were expecting them to do. And that would be verbal. Try and determine whether or we like this person (R7). Generally, we try not to provide too much information in this early stage (RS) . 
I would probably provide the agency with a very basic outline of the person we want (Rl 2) . 
We provide the agency with the specific personal qualities that we are looking for (RI 3). 
I try to give a broad cross section of information about the whole business, what is expected of them 
etc (RI 5). Nothing in written, formal terms. During this process we try and find out as much as we can about the applicant, both professionally and personally (R 16). 
Nothing in the recruitment process. We try and find out as much as we can about them, whether it be professionally, personally, socially, family responsibilities and commitments etc (R 18). 
• 
• 
• 
• 
• 
It would _probably only be at the interview stage, when we start providing applicants with mformatton about the company and so on. We try and determine early whether they will fit in and have the right sort of personality for our office (RIO). 
Well, we usually have a basic description of the job and provide the agency with information about the type of person we want R 11 ). 
In terms of formal, written information, very little. Personality is also a very important factor (R14). 
Its more a chance for me to look at the person applying, their personality (R 17). 
Nothing formally. Its more an informal verbal process, where you try and get a good feel for the person (R 19). 
We don't provide anything formal during this phase. Whilst experience is very important, finding someone who has the right personality and personal qualities is critical (R20). 
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Question 4 (a) 
Can you give me an example of how you 
might phrase a question to assess an 
applicants job competence (knowledge 
based)? 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
I think it varies a lot depending on the type of person (R 7). 
I try and cover the same types of things in each interview, so you are comparing apples with 
apples (R8). 
There might be variation with questioning because it gets a little tiring after you have done it 
throughout the day (R 12 ). 
It will vary according to the applicants job skills and the type of person they are (R 16). 
Its just a chance for me to find out as much as I can about the applicant and then make a 
judgement based on my impressions, gut instincts. I mean there is no real structure to it (Rl 8). 
The job entails this and this. How would you deal with these issues (R2). 
How do you handle conflict - you have an irate customer on the phone - I would ask them what 
they would do (R3). 
There is not a direct question that I could give (R4 ) . 
I see from your resume that you can type 90 words a minute, is that copy typing or via a 
dictaphone (RS). 
That's something you cant really assess until you get them on the job (R6) . 
I think this is covered when you ask them what type of work they have done before (R7) . 
I might give them an example of a problem and ask them how they might solve it (R8). 
I would give them an example of a situation and ask how they would respond to it, kind of like 
a role play situation (Rl 2). 
I would ask them questions to establish whether they would be comfortable working in a small 
office (R 13 ). 
For a clerical position, I would ask questions like, how would you create a word document. For 
professionals, I as)<. questions about experience (Rl 6). 
I would ask questions about experience and then specific questions about that particular job 
(Rl8). 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
(Rl4). 
Generally, the structure would fit into broad categories such as experience, academic history, 
social and personal life - but done on a very informal, flexible basis (RI 7). 
It varies sometimes according to the person (Rl 9). 
Its more of a free-flowing sort of discussion (R20). 
It is indicated here that you can type 90 words a minute, have you done a recent test (R9) . 
We would load a lot of the questions, testing their technical ability, but we try and disguise 
them well (RIO). 
I would ask them what sort of work they have done, So, we are trying to find out if they would 
complement our business(R I I). 
I would ask questions that lead into a discussion about their last job. I try and get people to 
openly talk about their experiences (R14). 
I would ask a question about how they dealt with working under pressure and give a specific 
example - kind of like a role-play. (Rl 7). 
Job competency is something you can't really assess until you see them performing on the job 
(RI�. . 
I just try and find out whether they would be comfortable working in a small office (R20) . 
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Question 4 (b) Can you give me an example of how you 
might phrase a question to assess an 
applicants personal characteristics 
(behavioural based)? 
Question 4 © 
Can you give me an example of how you 
might phrase a question to assess an 
applicants ability to work under pressure 
(situational factor)? 
Question S 
I am going to describe 3 personal styles 
towards interviewing. Which best 
reflects you? 
a. You go into the interview with a 
pre-determined list of questions. 
b. You go into the interview with a 
broad checklist of topics 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
• 
This would depend on the position and the applicant (R2). 
I look at appearance and first impressions. If somebody is untidy, looks daggy or has their 
boobs falling out, you just don't want that (R3 ). 
I would assess this more through first impressions, gut feel and continual impressions (R4). 
I would say - you seem very comfortable discussing your job situation, how do you rate 
yourself as a communicator across the board (RS). 
You tend to find out through an informal discussion. It doesn't take long to find out what type 
of person they are, personally and socially (R6). 
I would ask a whole series of questions relating to their personal qualities, their personal, 
family and social life etc (R7). 
I would discuss office rules like dress, office times (R8) . 
You can judge personal characteristics through personality type. This is where first impressions 
and instincts play a role (RI2). 
I think its more determined by how they come across during the interview, from a personal 
impression (Rl 3). 
I would encourage them to be open about their personal details, instead of me having to ask 
direct questions (R 16). 
I think that it's a personal judgement/ instincts call. There is no specific question that can be 
asked to address this (R 18). 
I would try and describe a situation and then see how they respond (R3). 
I look at past experience, their volume of work, their work responsibilities. It's all a personal 
judgement call (R4). 
I try and describe a situation, like a role-play, and get them to respond that way (RS) . 
I don't think there is really a direct question to assess this (R6) . 
Its not really something we try and assess in the interview - its expected of our employees 
(R7). 
You can only assess this when they are performing on the job So, you take a risk and make a 
personal judgement call (R8). 
You cant really assess this until they are actually physically faced with a pressure situation 
(RI2). 
Its not so much pressure we assess, rather their capacity to work long hours (RI 3) . 
That's important but difficult to assess - you cant tell until you see them performing in 
different situations (RI S). 
It just comes down to a personal judgement call (RI 8) . 
2 with a bit of 3. I would like to see their CV but I would use their CV in accordance with a 
broad questionnaire (R2). 
No. 2. Generally somewhere between I and 2 (R3 ) . 
I would p.robably be no. 3. But, when I interview, I do have some topics in mind. So, probably 
a mixture of 2 and 3 (R4). 
No. 2 would best describe myself(RS) . 
A mixture of no. 2 and no. 3. We approach the interview in a casual, relaxed manner (R6) . 
A mixture of2 and 3. We would probably go in with a broad checklist (R7) . 
A combination of2 and 3. Probably leaning towards 3. We do have a broad idea of some topics 
but we are more concentrated on following through their CV (R8). 
A combination of2 and 3 (Rl2) . 
• 
• 
• 
• 
• 
• 
• 
• 
• 
.. 
• 
• 
• 
• 
We would pick up on their personal characteristics through asking them their strengths and 
weaknesses (R9). 
What are there strongest personal attributes, what personal qualities will they bring to the 
company (RIO). 
Resumes usually have a "other interests or hobbies section" and I pick out those kinds of topics 
and lead a discussion Rl 4). 
Most of it involves delving into their personal circumstances, such as looking at social and 
sporting activities, travel interests, their personal aspirations (RI7). 
It involves talking about what they enjoy doing and those things personal to them. Its very ad­
lib (Rl 9). 
I cant really think of a direct question to assess this one (R9) . 
This is a very important one and we do try and assess it in the interview (RI 0) . 
Its something that we assess through reference checks because they usually speak in regard to 
someone's character (RI I). 
It is very difficult to assess. It might come out when talking about previous jobs, experience, 
responsibilities (RI 4). 
That's important but hard to assess. We only assess it after they have been on the job for a short 
while (RI 9). 
I try and judge it by looking at previous positions, experience, hours, and responsibility (R20). 
A combination of2 and 3 (R9) . 
Probably a hybrid of2 and 3. It's a very informal approach and flexible enough to facilitate 
some variation in questions (RI 0). 
A combination of2 and 3. We have things in our mind and we will go through their CV and 
address certain things (RI I). 
No. 2 because I usually have a broad checklist of topics. It may not necessarily be a written 
checklist but I do have one (RI 4 ). 
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. Unsuitable. No I have never asked that question (R7). . Suitable. If there was something that was leading us down that track, then yes, that's a very 
• Suitable. If we got a yes response, we would be concerned (RS) . important (Rl 7). 
• I do ask people for police clearances, its important to know (Rl 2) . 
• Suitable. If someone does have a record, you certainly want to know about it and what it was • Unsuitable (R20) 
for (Rl3). 
• Unsuitable. That's not important (Rl6) . 
• Suitable. That's very important (RI 8) . 
d. Are you single, married or other? • Unsuitable (RI). • Suitable and unsuitable. If its not going to influence your final decision, then that's ok (R9) . 
• Unsuitable. I don't think their personal relationships should have anything to do with whether 
or not they get the job (R2 ). • Unsuitable. I don't care what they are (RIO) . 
• Suitable. It provides a good indication of their personality (R3 ) . 
• Unsuitable. I would never ask (R4) . • Suitable. Its important, but we don't place huge weighting on it when making our final 
• Suitable. It gives you a good idea of their stability (RS) . decision (Rl l ). 
• Suitable. Yes, we would ask that (R6) . 
• Suitable. To determine their level of stability, personal/ family responsibilities and background • Unsuitable. From what I understand, we are not allowed to ask this question - but I will 
(R7). definitely get it out of them (RI 4 ). 
• Suitable (RS) . 
• Unsuitable. But, it can be a way of judging their stability (Rl 2). • Suitable because we like to find out about their family background but it has no bearing on our 
• Suitable (Rl3) . final decision (RI 7). 
• Suitable, but the answer has no significance. (Rl6) . 
• Unsuitable, but if! perceived it was an issue, I would ask (Rl8) . • Unsuitable. I don't believe that this is of any importance (RI 9) . 
• Suitable . I always think its important because of the family commitment aspect of it (R20). 
e. How old are you? • Suitable (RI). • Suitable. I wouldn't ask directly, but I would find out (R9) . • Suitable. I think we are entitled to know the answer (R2) . 
• Suitable. It is important for level of pay & maturity (R3 ). • Suitable. Its important that I perceive they will fit in (RI 0) . 
• Suitable. We are a young office, and so its important that the person can fit into that, so this is 
where age comes into it (R4). • Suitable. I wouldn't ask it directly, but through the course of discussions, you tend to be able to . Suitable. Very important to know (RS) . find out (RI I). 
• Suitable. Its important because it generally reflects how much the person expects to be paid 
(R6). • Unsuitable. I don't think I am supposed to ask that question. But its something that I can 
• Suitable (R 7) . usually find out during the course of discussions (Rl 4). 
• Suitable. I wouldn't ask it directly, but I would find out (RS) . 
• Suitable. It is important from a salary perspective (R 1 2). • Suitable. Its important but not for making a final decision (RI 7). . Suitable. I prefer personally to employ mature people (R 13 ) . 
• Suitable. I would never ask directly, but its something I can usually find out through their • Suitable. Its something I like to know but my gut feeling of a candidate carries much greater 
experience (Rl6). weighting (Rl 9). 
• Suitable. Its important to find out the age of all candidates, indirectly (RI 8) . • Suitable. But you tend to be able to pick up their age from their work history (R20) . 
f. What languages do you speak? • Unsuitable. That's not really important (RI). • Unsuitable. No relevance (R9) . . Unsuitable. That pre-suppusses that they are wurldy and can speak multiple languages (R2) . . Unsuitable. I have never asked this question (R3). • Unsuitable although English is preferred (RI 0) . 
• Unsuitable. It doesn't really matter for our positions (R4 ) . 
• Unsuitable. That's not really important in our industry (RS). • Unsuitable (R 11). 
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• 
• 
• 
Most people want the job. so they are prepared to answer or ofT~r the answers to those 
questions freely (R 12). 
I imagine there are guidelines indicating what you can ask, what you cant ask. Being a small 
business- we don't have to worry about a lot of these R!3). 
I believe it would, but I have no idea which questioru; {Rl6) . 
I don't think it would make any difference to the way I conduct my interview {RI8) . 
• I wouldn't have the slightest i!:lea. to be truthful (R20) . 
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